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ABSTRACT

Due to the increase of women in the workforce and the pressures of struggling between work
and home obligations, Work Life Balance (WLB) has become a crucial issue for women
employees. The purpose of this literature review is to compile the knowledge regarding WLB
among women employees in a variety of occupational sectors. A search of relevant databases
initially identified 1120 records. After screening the articles, a sample of 86 articles were
filtered using PRISMA. The review has considered the articles published between 2021 and
2025 by categorizing the literature into five sectors. The results showed that the most
frequent obstacles to attain WLB were work-family conflict, long work hours, occupational
stress, caregiving duties, workload pressures, and gendered cultural expectations. On the
other hand, supportive leadership, flexible work schedules, organizational assistance, family
support and pleasant workplace cultures were seen as important facilitators. The review also
shows that poor WLB leads to stress, burnout and intentions to leave the job while a better
WLB improves job satisfaction, employee engagement, psychological well-being and
employee retention. By offering a thorough sector wise understanding of women’s WLB, the
review adds to expanding corpus of literature.
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INTRODUCTION

In the early centuries majority of women worked in the kitchen and those who found
employment worked in the farms, factories or stores (Indumathy et al., 2022). For a long
time, men were viewed as the revenue generators and women were considered as
homemakers. But at present men and women share similar status in terms of their work and
family responsibilities. Women’s growing engagement in the workforce has revolutionized
organisations and has made a substantial contribution to social and economic advancement.
In recent decades, women have entered a wide range of professions including public
administration,  healthcare,  education, manufacturing, information  technology,
entrepreneurship, corporate etc. Opportunities for career growth and financial independence
have been made possible. By this increased participation of women, it has become more
difficult to balance work duties with personal and family commitments.

The relevance of WLB has gained more attention in recent years due to rapid advancements
in technology, globalisation, changing family structure and evolving work arrangements.
WLB is the key driver of employees’ fulfilment (Menaka, 2022). It refers to an employee’s
ability to maintain a healthy balance between work roles, personal responsibilities and family
life (P. Patil & Deshpande, 2021). WLB is considered mainly as an issue for women because
they experience dual responsibilities. Women need to perform multiple roles such as spouse,
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mother, caregiver, employee and household manager. She has to struggle with these different
roles which can be really challenging. On the other hand, the widespread of hybrid work
models particularly during and after COVID-19 has changed the boundaries between
professional and personal life.

Although existing systematic literature review have concentrated on thematic classifications.
Categorisation of the studies on the basis of themes such as job satisfaction, job stress,
organisational support, work family conflict, family work conflict etc. and several reviews
have addressed WLB in specific professions. Against this backdrop, this systematic literature
review aims to examine and synthesize research published between 2021 and 2025 on WLB
among women employees according to sector.

OBJECTIVES
1. To understand and synthesize research on WLB among women employees.
2. To know the sector specific challenges and enabling factors influencing WLB among
women employees.
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RESEARCH METHODOLOGY

We used the PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-
Analyses) guidelines to perform a systematic literature review (SLR). A total of 1120 records
were identified from multiple databases i.e. Elsevier (Science Direct), Emerald, Google
Scholar, Semantic Scholar, Springer and Taylor & Francis. The literature published from
2021 to 2025 were considered, this time frame was selected to focus on the most recent
advancements in the field.

During the first stage of screening, 168 duplicate records were eliminated. After de-
duplication, 952 records remained. Subsequently, 40 records consisting of conference papers,
books, webpages and projects were excluded. 702 articles were excluded because they were
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not related to the research topic. Further after the evaluation of the titles and abstracts 55
additional articles were excluded.155 articles were eligible for full text assessment. However,
62 articles could not be retrieved. This reduced the number of studies available for detailed
eligibility assessment to 93 articles. During the full text review, additional exclusions were
made i.e. 1 article was excluded because it was written in a different language, 03 articles
were excluded because they included both men and women participants, which did not align
with the focus of the study and 03 articles were excluded because they did not focus on WLB.
After applying all the inclusion and exclusion criteria, a final set of 86 articles were retained
for the SLR.

SEARCH STRING
Different search strings were used for the databases.

(“work life balance” and “women employees”) OR (“work life balance” and “female
employees”) OR (“work life balance” and “women employees” or “female employees”).

SECTOR-WISE DISTRIBUTION OF STUDIES

The selected studies were grouped according to the sectors. The studies were consolidated
into the following categories:

Category Sector Number of articles
I Corporate and financial services 22
1 Technology and Knowledge sector 26
Il Health care and public services 11
v Entrepreneurial and Industrial sector 08
\% General Studies and Mixed workforce 19
Total 86

Category 1: Corporate and financial services

This group includes research done on women employees working in the banks, corporate
organisation, BPO’s and hospitality industry.

The dominant theme emerging from the literature of banking sector is the influence of work
load, stress and work family conflict (WFC) on WLB. WFC lead to psychological stress,
decreased job satisfaction, absenteeism and difficulties in fulfilling family responsibilities
(Pande & Ahirrao, 2021). WFC has been shown to significantly hinder WLB
(Kusumawardani & Rini, 2024; Mehnaz & Sultan, 2024; Priya & Ahamed, 2024). Employees
who experience high WFC tend to experience more work stress. Numerous studies have
shown that this struggle is more difficult for married women. A study by K.C., (2023) on the
five dimensions of emotional intelligence namely, self-management, self-motivation,
empathy and social skills found that these dimensions have significant positive impact on
WLB. Women employees with high emotional intelligence were better able to manage both
the domains. Another factor studied was work from home facility because it improves WLB
and job satisfaction, such arrangement was further associated with high employee
productivity (Nugraha, 2022). A study by Desai, (2024) on women working at managerial
and clerical level in banks revealed that age, marital status, number of dependents influences
WLB. Similarly, the factors of WLB i.e. work role, work support, family support, work
stress, work environment differ with socio economic status (Sirajudeen & Sirajudeen, 2022).
Higher level of WLB is linked with higher level of job satisfaction (Gaur et al., 2021). A
study by Noor & Masood, (2021) found that women experienced average level of WLB, they
did not know about WLB strategies and work was not allotted according to their
qualification. The literature further highlights the importance of organisational and family
support in improving WLB among women bankers. Supervisory emotional and instrumental
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support, co-worker assistance, flexible work arrangements, family friendly policies were
found to reduce stress and increase employee well-being (Parajuli, 2021; Uddin et al., 2023).

Research carried out in corporate organisations showed that women employees experience
dual role pressures arising from workplace demands and domestic responsibilities which
gives rise to imbalance in their life (Agarwal, 2021). A study by Garcia-Louzao & Perez-
Sanz, (2025) revealed that firms with female representatives were more likely to adopt family
friendly policies that aimed at supporting work family balance. On the other hand, the
relevance of adaptability and encouraging work settings in improving employee outcomes
was also emphasized by the studies. Flexible work arrangements reduced role conflict and
increased overall satisfaction by allowing women to modify work schedules in accordance
with family needs (Nora, 2022). The literature demonstrates that employees who experienced
a healthy balance between work and personal life reported greater job satisfaction, stronger
organizational attachment, and lower turnover intentions (To & Wu, 2025). Conversely, work
family balance (WFB) conflict negatively affects women’s career sustainability. But when
supervisors promote WFB and provide supportive environment, women are more likely to
succeed in their careers while juggling with family duties (Agbanyo & Jiang, 2025). Career-
related decisions were also found to be influenced by WLB, with many women choosing
careers that allowed them to maintain their obligations to their families and professional goals
(Arsil et al., 2022). WLB and a supportive non-physical work environment significantly
enhance employee performance. Among all the dimensions of WLB studied, time balance
emerged as the most influential factor, while positive peer relationships were identified as the
strongest contributor of employee performance (Ghassani & Adiwaty, 2025).

Studies carried out in the BPO highlighted consequences on well-being due to irregular work
schedules, workplace stress, targets and frustrations (Bhavikatti & Myageri, 2021). Similarly,
Singhal, (2025) found that workers with no good WLB plan to quit the company. A study
conducted in the hospitality sector emphasized that irregular working hours, societal
expectation, cultural norms contribute to stress and work life imbalance (Khan &
Sreenivasan, 2024).

Category 2: Technology and Knowledge sector

This category consists of studies conducted among women employees working in
Information Technology, Education and media sector.

The studies reviewed indicate that women employed in the Information Technology sector
face challenges in achieving WLB due to demanding workloads, project deadlines, long
working hours and technological connectivity (Bella, 2023; Deepa & Sivakumar, 2025).
WLB issues have gotten worse due to the technology industry's growing reliance on digital
workspaces. Especially in the post-pandemic age due to remote and hybrid work
arrangements (Saravanan & Kumar, 2022). A study by Raju, (2021) reported that women
were productive and satisfied with work from home arrangement as remote work reduced
commuting time and provided greater flexibility. Despite the advancements women struggle
to achieve the balance between personal and professional lives (Patel, 2024). Marital status,
no of children, work experiences and job role had effect on WLB. Women IT professionals
frequently experience work—family and family—work conflicts which affects the quality of
their life (Stephen & Elza, 2024). In addition, the quality of the work environment emerged
as an important determinant of WLB. Quality of work life and WLB have a significant
positive relationship (Ariya & Sarun, 2024).The significance of organizational support in
advancing WLB is a recurring theme in the literature. With this respect, WLB of female
employees is greatly impacted by both familial and organizational support (R. N. Patil &
Koti, 2022). Organisational factors were found to be stronger determinants of employee
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retention than the individual factors (Nair et al., 2021). Additionally, organisational support
was found to be positively influence both WLB and employee engagement (Andrli¢ et al.,
2024). Organisations that promote supportive work environments report better employee
outcomes and lower turnover intentions. The literature further highlights the importance of
gender-inclusive organisational practices. A study by Branca et al., (2025) revealed that the
presence of women in top management positions increases the proportion of female
employees within organisations.

The literature analysis of female educators reveals that stress and imbalance were
significantly influenced by teaching responsibilities, administrative tasks, research, student
engagement and family obligations (Begum et al., 2024). Similarly, influence of factors such
as travel time, place of residence, educational qualification, family motivation, and stress-
related issues significantly influence the WLB of women teachers (M. Lalitha Lakshmi Et al.,
2023). A study by Rao et al., (2022) revealed that women employees had a mix opinions
regarding work environment, family environment and WLB. A study conducted by
Indumathy et al., (2022) during Covid 19 pandemic revealed that WLB is dependent on the
level of job satisfaction, flexibility and support. Despite the problems caused by the pandemic
women tend to look at the bright side and moved on. Even though their work was stressful
women chose to keep working and also support their families financially as well as found
their own sense of identity (Delavin & Pogoy, 2023). Support from the spouse/family was the
important factor which enabled women to maintain their WLB during covid-19 (Jayant
Kumar Sahoo, 2023). The absence of WLB results in negative consequences such as stress
and low commitment and it can affect staff’s performance and attitude towards work
(Hashimi, 2021). A study by Heydarikhayat et al., (2025) found that the major challenges for
women includes parenting difficulties, self-sacrifice, gender discrimination and
organisational barriers. Even though remote teaching arrangements provided greater
flexibility, they frequently affected the relationships (Yuksel, 2021). Work interferes with
family time, but family responsibilities do not hinder professional advancement (Sharma et
al., 2024). As a result, family-related issues emerged as the most influential determinant of
WLB (Menaka, 2022). On the other hand, higher extent of family responsibilities and
workload affected WLB of teachers (Lall & Sahay, 2024), whereas role of organisational
support was found to be very crucial for a healthy WLB (Sahay & Lall, 2024). The role of
supervisor’s support is very vital as it has a significant positive influence on WLB. In
addition, time management, quality of life, job performance relates to WLB and life
satisfaction (Wani, 2023).

A study conducted by Chaudhary & Ashok Kumar, (2022) on WLB of female journalists in
the print media sector showed that a percentage of respondents missed out on family time and
had trouble juggling personal and professional obligations because of long work hours,
overtime, work-related obligations on holidays, and frequent travel.

Category 3: Health care and Public Services

The healthcare and public services sector comprised studies conducted among women
working in healthcare institutions, police service and public service-oriented occupations.

Studies conducted among nurses revealed job related demands such as lengthy working
hours, workplace stress, workload pressure and work-related responsibilities. These factors
significantly interfere with family obligations (Alotaibi & Aldossry, 2024). Similarly, female
nurses experienced high levels of work pressure with a moderate level of WLB (Yaseen.P,
2023). Additionally, research indicates job satisfaction and WLB have negative effect on the
turnover intention of nurses whereas WLB and job embeddedness have a direct effect on job
satisfaction (Aa re Martadiani et al., 2022).

Published By: National Press Associates Page 140
] Copyright [@ Authors



National Research Journal of Human Resource Management ISSN: 2894- 059X
Volume No: 13, Issue No: 2, Year: 2026 (July-December) Peer Reviewed & Refereed Journal (IF: 7.25)
PP- 136-148 Journal Website www.nrjhrm.in

Similar, challenges were observed among women serving in the police department. Extended
duty hours, field duties, exposure to dangerous working conditions, increased workload, time
pressure and disturbances in family life were found to negatively affect both physical and
psychological well-being (Revankar et al., 2023; Sivadas & Rajalakshmi, 2024). Moreover,
women get exhausted because they have to play multiple roles. On the other hand increase in
duty hours tends to decrease WLB among women police personnel (Kanase & Sawant,
2022).

The reviewed studies indicate that women employed in service-oriented occupations think
about work even when not at workplace and face difficulties in allocating time to personal
and family life which creates stress (Hatwalne & Kute, 2023). The prominent theme
emerging from the literature is the strong relationship between WLB and employee well-
being. Positive WLB was associated with better well-being, reduced absenteeism, improved
job satisfaction, higher job performance, decreased anxiety and depression among women. To
maintain an effective workplace health promotion, WLB is a key issue. A favourable
relationship between work and private life contributes to improved well-being. BELE
(Balance of Everyday Life Empowerment Program) was developed in a workplace health
promotion framework which showed that it enhances well-being and balance of women in
their day to day life (Agosti et al., 2021). However, the studies also revealed that women
employees continue to experience low levels of WLB due to personal life interference
(Marthalina et al., 2025). An important observation was that burnout was experienced by
women employees after working at office. As well as they did not have time to spend with
their children (Lahamid et al., 2023). Women who perceived increased level of organisational
support reported greater enthusiasm and high dedication towards work, this highlights the
role of supportive environment in the organisations promoting positive employee outcomes
(Pramudita & Irbayuni, 2025).

Category 4: Entrepreneurial and Industrial sector

This category consists of studies examined of entrepreneurship, garment industry,
construction, manufacturing and hair dressing.

According to the study by Mramba (2024) women street food venders working conditions are
characterised by low pay, more working hours, lack of training, inadequate working
conditions and household obligations which creates work life imbalance. Despite these
physical demands vendors find fulfilment in their work due to passion and sense of
entrepreneurship. On the other hand, women entrepreneurs who managed their time better
were able to fulfil family and social responsibilities while maintaining their businesses
(Taneja & Kumar, 2024). The literature further shows that startup entrepreneurs demonstrate
higher levels of WLB compared to the established entrepreneurs. Women working in the
partnership arrangements reported better quality of WLB than those working individually or
with spouses (P. Patil & Deshpande, 2021). A study by Tahir, (2024) revealed that women
are reactors they shoulder societal, family and entrepreneurial role. Most of the entrepreneurs
realised the advantage of WLB and also knew about the negative consequence of imbalance.
Overall, the studies indicate that achieving WLB among women entrepreneurs requires a
combination of personal coping strategies, family support and social support systems.

Research from the garment industry demonstrates that effective decision making positively
impacts employee motivation this leads to increase in productivity levels (Islam et al., 2024).
In the construction industry, WLB emerged as a major factor influencing retention of female
professionals. They faced challenges such as gender stereotypes, discrimination, long
working hours and workplace stress (Luvara, 2024). Likewise, women employed in
manufacturing units were investigated about time based and strain-based conflicts. These
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were associated with lower employee engagement and organisational commitment whereas
this was linked to reduced job satisfaction. Women who were more engaged and emotionally
committed to organisation had higher level of job satisfaction. With this point of view, higher
level of workplace flexibility strengthens employee engagement and organisational
commitment (Jamuni, 2025). According to the reviewed study on female hairdressers, their
business performance was adversely affected by family obligations and work characteristics
such as labour intensive, lengthy working hours, stress and no time for family (Nweke et al.,
2024). The studies highlighted the need of flexible approaches and social support.

Category 5: General Studies and Mixed workforce

The general studies and mixed workforce category encompass examination of research
conducted among diverse groups of women employees including single mothers, married
working women and women professionals across various occupations and sectors.

Women when trying to handle several tasks, frequently encountered domestic
responsibilities, role strain, inter- role conflict, role ambiguity, role overload (Mordi et al.,
2023). Working married women did not have personal time because of long list of duties
which had a negative effect on their relationship. Literature also revealed that working
conditions, work intensity, job quality influence WLB experience (Choi et al., 2021).
Maintaining a sound balance between work and life is necessary for WLB and preventing
depression (Lee et al., 2021). Therefore, support from the workplace is the way by which
women can find way to balance work and life (Ali et al., 2024). In particular, job stress
negatively affects life satisfaction, while affective commitment acts as mediating factor that
reduces the negative effect of stress. Additionally, CEO support was found to have a positive
relationship between affective commitment and life satisfaction (Ro et al., 2025). Similarly,
studies focusing on sole working mothers demonstrated that flexible schedules,
organisational work family culture, work from arrangements, emotional intelligence, and
family support are the major enablers of work family balance (WFB) (Kushwaha, Sharma, et
al., 2023). A study by Kushwaha, Singh, et al., (2023) on working sole mother WFB found
that personal enablers are primarily at the upper level followed by family-related and then
work related WFB enablers. Women who receive greater family support are more likely to
achieve higher level of WLB (Setyorini, et al., 2023). The literature further highlights the
relationship between WLB and employee outcomes. Poor WLB and mental health affects
women’s performance (Vhutali, 2025). WFC and job satisfaction have negative impact on
employee performance. Whereas, increased work related stress produces spillover effect that
interfere with home life (Ferry et al., 2025). Overall setting boundaries between work and
personal life is the main strategy to achieve WLB (Agrawal et al., 2023; Vashisht, 2024).

The studies drawing respondents from multiple occupations and sectors rather than a single
industry revealed a common theme from the literature i.e. the adverse impact of WFC and
family-work conflict (FWC). These conflicts negatively affected job satisfaction, life
satisfaction as well as psychological well-being (Bian & Mohd Sukor, 2024; Poulose &
Sharma, 2024). A notable finding from the literature was that women felt tired and depressed
because of work and they would think about work even when they are not at office
(Dharmaraja & Basavaraj, 2025). The literature frequently highlights the benefits of flexible
work schedules. It was discovered that working from home increased WLB and job
satisfaction by giving employees more freedom and flexibility (Ahmed & Jafir, 2022).
Conversely work-related activities at home, avoidance of coping strategies and continuous
involvement with work during free time negatively affected WLB (Anastasopoulou et al.,
2023). The analysed research also highlights how cultural norms affect women's WLB
experiences. Women's ability to get WLB was found to be significantly impacted by cultural
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inclinations (Nehemia & Lenkoe, 2023). Support given by spouses and parents to women
help them in their career growth. They chose career not because of financial benefit but with
the focus on identity and recognition (Chowdhury, 2024).

Synthesis of major challenges and enablers of WLB among women employees in five
categorised sectors

Sector Major Challenges Major Enablers
Corporate and Stress, Work load, work family conflict Flexibility, supervisor and
Financial Services (WFC) organisational support

IT and Knowledge Burnout, deadlines, digital connectivity Organisational support, family
sector support
Healihcare gnd Public Shift work, workload, occupational stress Supportlv_e p(_)llqes, wellness
Services initiatives

Entrepreneurial and Family support, time management,
Industrial sector flexible approaches
General and Mixed Work family conflict, role strain F_IeX|_bIe work schgdules,
Workforce organisational and family support

Role overload, family-business conflict

Source: Authors own work
FUTURE DIRECTIONS

First, the reviewed studies were predominantly concentrated in corporate and financial
services, technology and knowledge sector, whereas less attention has been given to women
working in the unorganised sectors. Future studies can focus on these underrepresented
sectors to provide more understanding of WLB experiences among women. Second, a
comparative sector wise investigations remain scarce. Researchers can conduct comparative
studies across sectors to identify similarities and differences in WLB. Thirdly, women’s
WLB across different career stages, life events and family transitions would provide deeper
insights into the long-term effects of WLB on career progression and well-being. There is a
need for intervention based and policy-oriented research that evaluates the effectiveness of
flexible work arrangements, family friendly policies, childcare support system, wellness
initiatives to provide practical evidence for organisations seeking to improve WLB.

CONCLUSION

The present SLR examined the WLB among women employees across five major sectors
namely Corporate and financial services, Technology and Knowledge, Healthcare and public
services, Entrepreneurial and Industrial & General/Mixed workforce. The review
demonstrates that WLB remains a critical concern for women irrespective of geographical
area, sector or occupational role. Although the intensity and nature of challenges across the
industries vary, the findings consistently reveal that women continue to experience problems
in managing professional duties along family and personal commitments. Across all sectors,
work family conflict, family work conflict, long working hours, excess workload, stress
emerged as the most frequently reported barriers to achieve WLB. The review further
highlights the important role of organisational support and family support in enhancing WLB.
The growing adoption of hybrid and remote work has created new opportunities for
flexibility; however, the literature also indicates that such arrangements may blur work and
life boundaries if not supported by appropriate organisational practices. The findings also
demonstrate that WLB has significant implications on both individual and organisations.
Women who achieved better WLB reported higher job satisfaction, greater employee
engagement, improved productivity and better wellbeing and good quality of life. In contrast
poor WLB was associated with stress, depression, reduced performance, absenteeism and
turnover intentions. Overall, the review confirms that WLB is a multidimensional
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phenomenon influenced by individual, family, social, cultural and organisational factors.
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